Abstract. This paper examines the effect of Employee Silence (ES) and Career Satisfaction (CS) on Employee Innovative Behavior (EIB) of 166 employees. Based on the Social Cognition Theory, empirical studies have proved that ES is negatively correlated with EIB, and two dimensions of CS (Career Identity and Work-Self). In addition, the findings demonstrate a mediation effect of these two dimensions of CS on ES and EIB.
Introduction
China has always been a populous country. In the Chinese labor market, with the deepening of economic reform, a large number of surplus rural labor transfer to cities, which forming a labor intensive industries to promote the rapid development of cheap labor. However, with the expansion of the economy, "labor shortage" began to appear everywhere, which means that Chinese industrial development center will shift to capital-intensive and technology-intensive industries, and that the labor market will change from a large population to a strong human resource. In order to create an environment of innovative technology, innovative market and innovative management, and to realize the transformation from over-consuming simple labor force to intensive cultivation and use of talents, it has become the main problem of current economic development to improve the innovative power of employees, and to promote the development and transformation of organizations.
At present, a common phenomenon in enterprises is that employees are satisfied with the status quo and unwilling to think about work problems. This is not because the employees do not have the ability to innovate, but various factors make these employees feel that there is no need to innovate. ES is a typical behavior phenomenon that causes employees to have this idea. It's the behavior that employees choose to reserve opinions for various potential or existing reasons. Thus, the impact of ES on EIB has the basis and significance of practical research. There are few studies on the impact of employee silence on EIB, and no studies have explored how ES affects EIB through CS. So, based on social cognition theory, this study explores the relationship between ES, CS and EIB.
Literature Review and Hypotheses

Employee Silence and Employee Innovative Behavior
Social Cognition Theory suggests that external environment, individual and behavior constitute the dynamic relationship of mutual determination. Only when individuals clearly believe that they can finally achieve their desired goals through their own efforts and actions can their behaviors be effectively motivated [1] .
Employee silence (ES) refers to when employees could express their views based on their experience, and then improve some work, but retain or filter views for various reasons of the organization or individual [2] . It was called a "silence effect" by Rosen in earlier studies and later also known as a collective behavior phenomenon [3] . It can be seen that ES is a relatively stable behavior trend formed under the long-term environmental impact. In terms of the motivation of ES, zheng xiaotao classifies them into three categories: passive Acquiescent Silence, Defensive Silence to prevent damage, and Indifferent Silence [2] . These reflect the individual's distrust of the organization or lack of support from the organization, that is, the emotional needs of the organization are not met. Therefore, these individuals usually only complete their own work without fault as much as possible in their work. In the face of the extra-role behavior conducive to the development of the organization, it is difficult for such behavior to be effectively motivated because it cannot clearly achieve the expected effect. Studies have shown that Organizational Citizenship Behavior (OCB), as a typical extra-role behavior conducive to organizational development, is negatively affected by ES [4] . Employee Innovative Behavior (EIB) is a kind of behavior that employees produce unique ideas and put them into practice. This behavior can improve individual performance and create benefits for the organization. In essence, it is an OCB [5] .
Hypothesis 1: ES is negatively correlated with EIB.
Employee Silence and Career Satisfaction
Based on Social Cognition Theory, when an individual conducts a certain behavior, corresponding emotional and emotional cognition will be generated. Studies have shown that ES is not conducive to the formation of a mutually respectful and open communication mechanism, and it is difficult to create an atmosphere of mutual participation and trust between employees and the organization, which reduces employee job satisfaction. Therefore, this study concludes that ES has a significant impact on CS and some dimensions in it (H2).
Career satisfaction (CS) is the internal evaluation of individual's career results from the perspective of whole career [6] . Different scholars have different opinions on the division of dimensions of CS, but they are largely the same. In this paper, through analysis, individual dimensions are selected for research. Some scholars pointed out that when employees have a high degree of silence, there is usually a sense of loss, which reduces their organizational identity, organizational commitment, organizational belonging, work initiative, work pressure, job burnout [7] , etc., thus causing individuals to lose enthusiasm for their current career, or even produce disapproval. Firstly, this study refers to the degree to which the individual considers his or her career attractive, correct and pleasant as Career Identity (CI), which reflects the subjective overall satisfaction, and this study speculates that ES is negatively correlated with CI (H2.1). Secondly, due to the negative influence of silence, the individual has the feeling of unequal pay and reward, which has a negative impact on the satisfaction of their career in spiritual and material life. In this study, it was concluded as the Occupational Harvest (OH) dimension, that is, the degree of satisfaction of the individual's career in terms of material income and spiritual needs, and it is speculated that ES is negatively correlated with OH (H2.2). Thirdly, the Achievement Motivation Theory holds that individuals have the achievement need under the premise that their material needs are guaranteed, that is, they hope to achieve challenging goals through their own efforts [8] . When employees are recognized or authorized by their superiors, they will have more positive cognition of their career. Encouraging employees to express their opinions is a kind of recognition or even authorization of employees, which meets the employees' needs for achievement and improves their career satisfaction. This study classifies the satisfaction degree of individual achievement needs in work as the Work-Self (WS) dimension, and infers that ES is negatively correlated with the WS (H2.3). Finally, the Achievement Motivation Theory holds that individuals also need rights, and individuals constantly seek control over their work and influence their careers and organizations [8] . When individuals cannot express their inner thoughts for various reasons in the organization, they will have a low sense of status, lack of control in work and cognitive dissonance, which will lead to the individual always in doubt of self-ability, worried about their ability and job requirements do not match. Therefore, this study classifies the degree to which individuals perceive the matching between their conditions and job requirements as a sense of Professional Competence (PC), and infers that ES is negatively correlated with PC (H2.4).
Hypothesis 2: ES is negatively correlated with CS. Among them, ES was negatively correlated with four dimensions: CI (H2.1), OH (H2.2), WS (H2.3), and PC (H2.4).
Career Satisfaction and Employee Innovative Behavior
Based on Social Cognition Theory, individual emotion triggers corresponding behaviors. When individuals are satisfied with their careers, they will increase their recognition of the organization and enhance their sense of responsibility to the organization, which promotes employees to be more concerned about the development of the organization and increases EIB [5] . Therefore, this study speculates that CS and several dimensions have a significant positive impact on EIB (H3). When individuals think that their career choice is right or that career brings them better interpersonal relationships, they will have a stronger sense of belonging, devote more time and energy to the responsibility of promoting the development of the organization, and EIB is one of the specific behaviors [5] . So, it can be speculated that CI and OH are positively correlated with EIB (H3.1, H3.2). When individuals believe that their career is challenging and they are capable of working and facing challenges, the internal mechanism of their achievement needs and self-confidence urges them to work harder to meet the new things at work, and thus produce more EIB. So we hypothesized that WS and PC are positively related to EIB (H3.3, H3.4 
The Mediating Effect of Career Satisfaction
To sum up, when employees have to reserve their opinions due to the lack of opportunities and channels or various reasons, they often feel that they are not valued, are at the edge of the organization, are not supported by the organizational environment, have no right to speak and control the work, and then affect their enthusiasm for work and career satisfaction, and ultimately lose the power of innovation. Therefore, Hypothesis 4 is proposed in this study.
Hypothesis 4: CS mediates the ES and EIB. The four dimensions of CS (H4.1), OH (H4.2), WS (H4.3) and PC (H4.4) all mediate the ES and EIB.
Sample and Data Collection
The research team consisted of 78 undergraduates. Each investigator was asked to interview 2 to 3 in-service relatives or friends, asked them to describe 2 to 3 creative action events at work and to fill in the questionnaire. Finally, data were collected from 166 employees from different companies in Hangzhou, of which 49.4% are male, 43.4% have a university degree, and 55.4% are grassroots employees. 30.7% of the participants are from state-owned enterprises or public institutions, 44% of them are from private enterprise and 25.3% are from others.
The scale for measuring ES was adopted from Tangirala and Ramanujam. CS was measured with a scale which was comprehensively adapted from various domestic and foreign related scales. In order to prevent common variance, the measurement of EIB is evaluated by the investigator based on the innovative behavior events described by the respondent, and scored from three aspects: observation ability, innovative personality ability and innovative thinking ability. Responses were elicited on a 5-point Likert scale ranging from totally disagree (1) to totally agree (5) . Data obtained from the participants were analyzed by SPSS 20.0 statistical package program.
Data Analysis and Findings
Reliability and Validity Test
Factor analysis with principal component by varimax rotation, performed to find out the factor structure, is conducted and all variables were analyzed concurrent. According to KMO (=.847) and significance value (p<.001) our sample is suitable for the hypothesis testing. As expected, both the ES and EIB scale are composed of one dimension and CS is composed of four dimensions as its original form. According to reliability analysis, ES (α=.849), CI (α=.85), OH (α=.834), WS (α=.775), PC (α=.761) and EIB (α=.921) all have good reliability level. Table 1 shows that AVE of each variable is greater than 0.5, and the square root value of each AVE is greater than the correlation coefficient of the corresponding variable and other variables, so the discriminant validity and convergent validity of these variables are good. 
Correlation Analysis
Correlation analysis conducted to examine the relationships between variables shows the P< .01 level of significance at the bilateral level. The Average Variance Extracted, Correlations, Means, Standard Deviations were summarized in Table 1 . It can be seen that there is a negative relationship (r= -.27, p<.01) between the ES and CI, (r=-.327, p<.01) between the ES and WS, (r=-.61, p<.01) between the ES and EIB, and but there is a positive relationship (r=.405, p<.01) between the CI and EIB, (r=.297, p<.01) between the OH and EIB, (r=.507, p<.01) between the WS and EIB, (r=.194, p<.05) between the PC and EIB.
Test of Hypothesis
We conducted three consecutive regression analyses ( 
Conclusion
Based on Social Cognition Theory, this study observed that there is a strong and negative relationship between ES and EIB. This means, if employees are not allowed to express their opinions related to work then their EIB level decreases. Therefore, in practical work, the organization should improve the voice channels and create an open communication atmosphere; Leaders should master communication skills and be good at encouraging and listening to employees to express themselves.
Of course, there are still many deficiencies in this study. For example, in the research sample, the proportion of grassroots employees is more than half, resulting in a lack of sample representation, which has a certain impact on the research results. In addition, this study only explores the impact of employee silence on employee innovation behavior through career satisfaction, but there are many factors that actually affect career satisfaction and employee innovation behavior, which need further study to reveal the impact mechanism more comprehensive. In addition, this study only explores the impact of employee silence on Employee Innovative behavior through job satisfaction, but there are many factors that actually affect career satisfaction and Employee Innovative behavior, which need further study to reveal the impact mechanism more comprehensively.
